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  Abstract 
In business management, we often see that financial statements are used to reflect 
the business situation of enterprises, and the actual situation of human resources 
management can also be reflected in the form of digitalization of human resources 
statements. If we can be familiar with relevant data of human resources, it will 
play a supporting role in the decision-making of business operation and manage-
ment. Because financial data is only the result of business operation, the realiza-
tion of these results depends on the platform of employees' value output, em-
ployees' wishes and abilities, which are often overlooked in business manage-
ment. We can also help managers find problems in time and formulate solutions 
in advance from the perspective that managers like to read the data and newspa-
pers to understand the business situation. 
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In enterprise management, finance can basically reflect a company's financial situation through the balance sheet, 

profit and loss statement and cash flow statement. The balance sheet reflects the financial situation of the enterprise 
on the reporting date, the profit and loss statement reflects the profit of the enterprise during the accounting period, 
and the cash flow statement reflects the cash flow of operation, investment and fund raising during the accounting 
period. Three statements show the financial situation of a company in a three-dimensional way, and report the asset 
quality and operating performance of the same economic entity from multiple angles, which is a very convenient 
and intuitive way. When financing externally, investors also pay more attention to the financial situation, but the 
financial situation is only a result. There are still many important levels or hidden assets in business operations that 
need our attention, and the personnel situation is one of them. 

The process of enterprise human resources management in different stages of development for many years, 
sometimes makes me very nerve-racking, how to make a boss or team leader who doesn't understand the logic of 
human resources operation know the health of human resources quickly through kanban. Summarize many years' 
experience and share it with you, hoping to reflect the present situation and future potential of an enterprise's per-
sonnel in the form of static and dynamic statements. 

1. First, from the value of human resource management 
Let's first analyze, what is the purpose of human resources? If you read all kinds of reference books, there are 

different opinions, and there is no consensus. I often ask human resources workers about this question during lec-
tures and interviews. Actually, it's all true, but I don't think it's fundamental. I think the role of enterprise human 
resources is to help organizations build high-performance and happy organizational capabilities with people as their 
core competitiveness. Why do I add three attributes to the building of organizational capacity: core competitiveness, 
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high performance and happiness? First of all, if people are not one of the core competitiveness of an enterprise, 
then it can be said with certainty that there is no need for a human resource system and no human resource man-
agement. It is ok to be paid and recruited, because in this scenario, people may be a production tool or a temporary 
important existence, and there are more important elements that can achieve the existence and development of an 
enterprise, such as resources. Then, at this time, peers don't have to face difficulties, because things are wrong. Se-
condly, why do I emphasize high performance, or more specifically, high organizational efficiency? In the current 
domestic market environment, enterprises are faced with various uncertainties and strong competitive pressures. If 
excellent organizational efficiency cannot be maintained, the pressure of survival will be great. What is the social 
value of enterprises if they are not profitable? It is unrealistic to have long-term existence without social value. 
Furthermore, I hope that when human resources workers have the ability to influence business owners one day, 
they can take employee well-being as a consideration to balance labor relations. Actually, for most employees, the 
demands of work are very simple: have a job that you like and are good at, do something that will enable you to 
grow and achieve, have some colleagues that you can chat with and cooperate with, don't get involved, don't in-
fighting, have clear rules, have clear goals, work hard, don't be tired, don't hurt your brain, don't be sad Assuming 
that this is the organizational capability we want, what quantitative indicators can show the long-term and 
short-term capabilities of the organization, so as to provide certain information support for management decisions? 
The reason why many human resources departments of enterprises feel embarrassed is that it is difficult to do this, 
and it is also difficult to exert influence on the top management of enterprises. It will be even worse if they meet a 
boss who has ideas but is not professional and systematic. It often disrupts the human resources policies and fails to 
form a unified system, giving employees the impression that this company's attitude towards people and things is 
unclear and inconsistent. It looks like a patchwork of awkward buildings with different styles, rather than being 
sent by the real bottom core. It is very difficult. 

Man is the most complicated animal, because he has emotions, the most difficult thing to deliver is trust, which 
needs careful maintenance. Many business operators have strong business ability and good business sensitivity, but 
they often lose their hearts and minds because of some seemingly small tricks and a few seemingly casual words. It 
takes at least three years to build the trust of employees, and only three seconds to make a decision to destroy the 
trust. Don't do anything that hurts employees' feelings, which is an important condition for building a 
high-performance organization. 

2. Second, look at the present situation and future of personnel from three aspects. 
If organizational identity requires human resource management, then human resource management needs cor-

responding information to support decision-making. What kind of information does the organization usually need 
and where to start? I think we should look at the present situation and future situation of personnel from three as-
pects. First, the mobility of personnel, judging whether the current situation of personnel is normal and the key 
work to be done; Second, personnel structure allocation, judging production capacity and sustainable development 
capacity; Third, artificial efficiency, judging the excessive or insufficient investment in personnel. 

This paper mainly expounds how to use the three tables of manpower to analyze the present situation of human 
resources in enterprises. 

2.1 internal and external liquidity report of personnel 
Personnel mobility, excluding the normal business growth of enterprises, can largely explain organizational in-

centives and organizational atmosphere. The mobility we refer to here is not only the mobility between personnel 
and the external talent market, but also the mobility of personnel within enterprises. The internal talent market of 
enterprises is a part that cannot be ignored. The indicators to consider personnel mobility include the following as-
pects: 

2.1.1 turnover rate of human resources 
The turnover rate of human resources is the number of turnover in a certain unit of time, divided by the current 

registered number of the company and then multiplied by 100%. Reference formula: 
Turnover rate = (turnover number/(current turnover number+final turnover number)) *100%= (turnover num-

ber/(initial turnover number+current employment number) *100% 
The number of resignations includes resignations, dismissals and dismissals. Turnover rate can be used to meas-

ure the stability of human resources. 
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But there are many dimensions to consider about the turnover rate. What may be focused on business operations 
are: 

1） Active turnover rate: Usually, the reasonable range of active turnover rate in different benchmark indus-
tries is also different. If it is higher than the average level of active turnover rate in the industry, we need to pay 
special attention to whether there are big problems in the confidence of enterprises, the management style of su-
perior leader, work intensity, salary and benefits, the employment view of enterprises, and the targeted operation 
of competing products. In this case, what we usually need to do is to split the departments and go to the last level. 
By means of questionnaire survey, employee interview, horizontal comparative analysis and other methods, we 
can find out the root of the problem, and we must solve it quickly and pertinently, because if this situation con-
tinues, it will have a great impact on the cohesion of the enterprise. Employees are a group that is very prone to 
butterfly effect. 

2） Passive turnover rate: Generally, the annual turnover rate is not higher than 10%, but it can't be too low. 
Without the pressure of optimization, employees will become lazy, which will turn "Lei Feng" into general per-
formance employees and ordinary performance employees into "lazy people", because "lazy people" won't be 
punished. In the end, everyone will become lazy people. At the same time, a certain passive turnover rate is also 
an important way to keep the organizational ability improved. Although it has been criticized for so many years, 
we can't deny that there is no better way to keep the organizational vitality, unless every employee in every en-
terprise is google, and all the people selected are people with superior spontaneous combustion ability. I don't 
agree with a famous person who said, "Compulsory distribution is the only way to build a high-level team". I can 
only say that it is a method, and a high-level team is not indispensable, mainly because managers can't generally 
break through their own psychology and have to adopt management methods. However, the high passive turno-
ver rate is also a big problem. When the annual passive turnover rate exceeds 15%, employees will lose their 
sense of security, even doubt the company, complain, give up on themselves and wait to be laid off. Everything 
goes too far. Employees are not a tool to calculate with numbers. The departure of a few people will not arouse 
sympathy, but when this group spreads to be close to itself, everyone has a sense of self-protection. Moreover, I 
am also very opposed to centralized optimization. For enterprises, this kind of "ceremony" is to declare war on 
employees. If you can't do it for yourself, you should make it clear to employees and get as much understanding 
and tolerance as possible. Otherwise, you will put employers and employees on opposite sides. 

3） Turnover rate of core employees: the influence of core employees on the organization is beyond doubt, 
even the threat of future commercial competing products, so special attention should be paid to it. The turnover 
rate of core employees is high, especially the turnover rate of reserve talents. If external poaching is excluded, it 
is likely that there is a problem in the internal promotion channel, or the expansion of the organization can't keep 
up with the promotion demand of reserve talents. 

4） Turnover rate/flash-out rate during the probation period: employees' understanding of the company and 
position before joining the company is often superficial, but after coming in, it is inconsistent with expectations. 
On the one hand, it may be related to integration, on the other hand, it may be related to expectations. The former 
needs to improve the process of employee integration, while the latter has business to make a correct interpreta-
tion for both recuiter and the interviewer. I'm very opposed to the so-called "let's talk first" practice of some 
companies. We should be responsible for each candidate's job and career, and the other party should trust it. We 
can't squander it at will. Of course, the probation period also includes active resignation and passive resignation. 
If the passive resignation during the probation period is too high, on the one hand, it will reflect the enterprise's 
carelessness in recruitment, and on the other hand, it will affect its reputation in the market. If employees keep 
flashing away, the department head should reflect on whether this atmosphere makes newcomers feel uncom-
fortable, or whether the interpretation of work content is seriously misleading ... 

2.1.2 new rate of human resources 
The new recruitment rate of human resources is the number of new recruits divided by the current registered number 

and then multiplied by 100%. Reference formula: 
New entry rate = (new arrivals/(opening number+current number of employees)) *100%= (new arrivals/(ending 

number+current number of employees leaving)) *100% 
Under the condition of high new entry rate, the first consideration of human resources is the cost of employee 

integration and job-fitting. The cycle of new employees' performance results varies according to different positions 
in different industries, but there is no doubt that if the proportion of new employees is too high, managers need to 
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consider the reduction of current production capacity due to efficiency and staff training, so the key to improving 
efficiency is to integrate and fit in as soon as possible. 

2.1.3 turnover rate of human resources 
The turnover rate of human resources is the sum of personnel changes in the cycle divided by the number of reg-

istered people in the current period multiplied by 100%. Reference formula: 
Turnover rate = ((inflow+outflow)/(beginning+current employment) *100%= ((inflow+outflow)/(ending+current 

resignation) *100% 
The causes of excessive liquidity are often found in poor management of enterprises, bad organizational atmos-

phere, poor management ability of superior leaders, disconnection between the company's salary policy and the 
market, unclear company objectives, rapid policy changes, (Liu Qian,2019)serious departmental walls,(Song Yu-
an,2018)  overstaffing and cronyism. As a result, the average seniority of employees is short; The causes of too little 
liquidity are mostly found in monopoly industries and industries with high welfare benefits, etc. As a result, the 
average seniority of employees is very long. 

Excessive mobility will cause problems such as poor technical accumulation, loose staff, high communication 
cost, butterfly effect, increased training cost of enterprises, decreased product quality, and prolonged product re-
search and development cycle. Low liquidity will cause problems such as poor innovation, reduced efficiency 
without competition, closure and low risk awareness of enterprises. 

Enterprises need to analyze the causes and formulate solutions according to the current situation. When analyz-
ing the turnover and liquidity, they can benchmark with the industry, and classify the employees according to their 
job categories. For example, the turnover rate of the sales department in the real estate industry can reach 40-50%. 
There is a certain relationship with the region, and the mobility of people in developed areas and industrial concen-
tration areas will increase. Often, a rising tide lifts all boats in such areas, the general welfare of enterprises will 
also increase, and the corresponding labor costs will also increase. 

2.1.4 Promotion rate 
The career development of employees in enterprises is also an important content that needs attention. Some 

managers can't understand it at all. Why do they still care so much about the rank when the company pays salaries 
and bonuses? Employees need to be recognized. At present, many Internet companies deliberately downplay the 
title, which is an anti-human existence. This is a foreshadowing for organizational flexibility. For companies with 
relatively rigid or traditional organizations, or organizations that need to keep the chain of command clear to 
achieve the highest efficiency, there is no need to follow suit. Having said that, many people can understand why 
Internet companies are so popular with rank system, because they need to have an alternative way to achieve "rec-
ognition". To be precise, the rank system is developed from the qualification system, but we will find that many 
companies' qualification standards are neither fish nor fowl, but they all insist on the rank system. Its existence is 
reasonable, and it exists because of demand. Therefore, rank promotion has become an important way for em-
ployees to improve their ability to get organizational recognition in enterprises, which should be paid attention to. 
The promotion rate should not be too high, too low, too low and too difficult for employees to lose interest, too 
high and too easy, and it feels like parallel imports that no one cherishes. The promotion rate of each level should 
be set according to the time required for the actual ability to reach the next step of natural growth. The higher the 
rank, the longer the promotion cycle, and the lower the rank, the faster the promotion. If it takes 5 years from man-
ager to director, then it may take 2-3 years from supervisor to manager. Of course, there will be exceptions, and 
those who make exceptions are probably our potential stocks. 

2.2 personnel structure report 
The personnel report is a static report, from which the potential and risk of an enterprise can be found, and it is 

also a portrait of an organization, which affects the human resource management strategy that the organization 
should adopt. 

2.2.1 Education 
Groups with different educational backgrounds have different influences on management styles. According to 

Maslow's demand theory, the demand of five levels is not upward step by step. At present, it should be at all levels, 
but the proportion of each level in different social groups is different, so this proportion is different, and the man-
agement methods will be "different from person to person". 
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In addition, I would like to remind you that the higher the education level, the better. I have seen many compa-
nies blindly pursue high-level personnel, which not only brings high costs, but also makes the basic work very un-
sound because of excessive pursuit of high-end talents. It should depend on the demand, and the level of people 
needed can be one step higher than the requirements of the current position. Organizational upgrading is gradually 
carried out. From the beginning, a castle in the air will be built, and the lessons that are less sooner or later will still 
have to be filled. 

2.2.2 Gender 
The regular meeting of the sex ratio of men to women will directly affect the ratio of staff on standby, especially 

the increase of the proportion of school-age women, which will directly lead to the need for more staff on standby 
due to pregnancy and childbirth, that is, the loss rate of human efficiency output should be taken into account. 

At the same time, as far as possible, the gender ratio of men and women should be coordinated, which is condu-
cive to team cooperation and management. Managers should not have gender discrimination, and make the best use 
of the advantages brought by gender balance. 

2.2.3 year decree 
Some people think that seniority has nothing to do with business management, but it is not. Different seniority 

groups pay different attention to different factors because of their different growth backgrounds, and adopt different 
methods and strategies in human resources policies and activities. For example, the post-80s generation wants the 
company's salary system to be open and transparent. First tell me how much money I can get before I decide how 
much I want to pay. After the 90s generation, I care more about respect and trust, hoping my ideas will be heard 
and recognized. After the 90s generation, I may not want to work in the company because the toilets are not clean... 
Facing different age groups, the management style, management system, working methods and human resources 
policies of the organization are required to be adjusted in different degrees. 

2.2.4 Average division age 
The average seniority is a good index for external benchmarking and internal management improvement. If the av-

erage seniority is prolonged, it means that the stability of employees is better and the internal management of enter-
prises is stable and improving. However, it doesn't mean that the higher the average seniority, the better, regardless of 
the factors of organizational expansion. Generally, 48 months is the ideal state. If it is too long, it needs to consider the 
problems of organizational activation and staff slack. If it is too short, it needs to be less than 18 months. It needs to 
consider the sunk cost of staff replacement and the efficiency loss during the period of staff suitability. 

The average division age also needs to be judged by referring to the characteristics of the industry. The average 
division age of different industries is different. Enterprises can look at the specimen industry to see whether the 
situation of the organization is normal or not. 

2.2.5 management scope 
Behind the scope of management is the number of levels. If the scope of management is too narrow, it will lead 

to too many levels, long management links, too high cost, slow response and the increase of departmental walls. 
Too wide a range of management will lead to lack of energy, lack of attention to details, inadequate implementation 
and unsound work. The management range of ordinary posts is 8-12 people, and that of simple homogeneous oper-
ations is 15-20 people. The higher the level, the smaller the management range and the higher the complexity. The 
management range of senior management posts should not exceed 6-8 people. 

2.2.6 Per capita output allocation 
It is a relatively simple cost control method in staffing to measure the per capita output in the industry, calculate 

the proportion of labor costs and calculate the output of different posts. With more stable business, more skilled 
skills and better management, per capita output should increase by a certain percentage every year, so the increase 
of per capita output is also an important indicator to measure the management results of managers. 

The innovative business can't be measured by per capita output because it is in the incubation period. A good 
reference method has been given in the personnel composition of Amazon's innovative business: the business ex-
ploration of a small team of 3-4 people, the minimum closed-loop verification of two pizzas, that is, 9-10 people, 
and the formal first cycle investment. 

2.2.7 different levels of configuration 
Different levels of staffing for new business and mature business are different. 
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For mature businesses, it is often spindle or triangular staffing, that is, there are few high-level and low-level 
employees, and there are many middle-level backbone employees, which should be relatively smooth spindle or 
triangular. For example, if there are as few middle-level backbones as the core management, it means that there will 
probably be a fault in the future. If the turnover rate of middle-level backbones is high over the years, it may be 
because the backbone can't get up and find another job. 

For new businesses, it is often an inverted triangle, that is, people with high level will be found to run the mini-
mum business closed loop first, and then commercial investment will be made. Then, an inverted triangle will ap-
pear at this time. 

2.2.8 Proportion of different posts 
There are certain rules in the staffing of each post in the business chain, for example, the allocation of human re-

sources is related to the number of employees, and each company has its own differences according to different 
business policies, such as the allocation of R&D and testing, such as the allocation of products and R&D, such as 
the allocation of sales and pre-sales. Then this staffing must be related to the industry characteristics and needs of 
the enterprise, and the staffing can be carried out according to external benchmarking or the policy requirements of 
the company. 

2.2.9 backup ratio 
Talent echelon construction is an important requirement for long-term sustainable development of enterprises. 

Many companies expect to become a century-old shop after their lifetime, so the reserve of talents is very important. 
The reserve of talents depends not only on recruiting, training, but also digging. Therefore, managers should have 
the ability to "stare at the first level and look at the second level", and even see the third level or even deeper 
through inventory. Many companies require a reserve ratio of 1:2, which I don't quite agree with. I don't think it's a 
hasty figure. The higher the level, the lower the reserve ratio. According to the scale of the organization, each level 
of organization counts down. Look at the second level. Organizations with normal development grow at a rate of 
30%-50% every year. Qualified reserves should not be lower than the ratio of 1:0.8. Of course, they must be quali-
fied candidates who meet the requirements of organizational potential. Personally, I don't recommend it to be high-
er than that. If it is too high, it will inevitably lead to reserve outflow. The impact of frequent outflow of reserves is 
even greater than that of ordinary employees. Moreover, the time and energy required to cultivate a high potential is 
also an important hidden cost, so this ratio is not as high as possible. 

2.3 labor efficiency report 
The index of artificial efficiency is the most important for enterprises. Whether the input and output are consis-

tent or not, the future growth of enterprises can be analyzed from the perspective of artificial efficiency. 
The main purpose of labor cost analysis is to analyze the change trend of the composition ratio of each element 

in labor cost and industry benchmarking. It is a basic work to analyze the labor cost according to different job cat-
egories and different levels, which helps us to benchmark with the industry and analyze and judge the salary of the 
staff in different job categories and levels. But for enterprises, the most concerned thing is the per capita output, 
which is the basis for the survival of enterprises and whether employees can survive well. A large part of em-
ployees' happiness is supported by the strength of enterprises. 

2.3.1 Personnel cost rate 
Personnel expense rate is one of the ratiometric indicators of labor cost, which refers to the ratio of total labor 

cost to sales (business) income, and indicates the proportion of total value of production and sales of enterprises 
used to pay labor cost in a certain period. Refer to the formula: personnel expense rate = total labor cost/sales in-
come *100%. 

Different types of enterprises have different personnel expense rates, but the personnel expense rates in the same 
industry should be roughly the same, and there are also industry benchmarks for reference. If it exceeds a certain 
range, it will undoubtedly bring greater pressure to the company. Some companies also use 10,000 yuan labor cost 
revenue to express: the effective sales revenue generated by every 10,000 yuan labor cost input indicates the earn-
ing power of labor cost, which means the same thing. 

2.3.2 Per capita labor cost rate 
The labor cost rates of different job categories and ranks are not only the basis of financial calculation, but also 
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the basis of market competitiveness analysis. If the market competitiveness of personnel is insufficient (Xu Qian, 
2017), it may lead to the impact on the development speed and the risk of personnel outflow. If the labor cost rate is 
too high, it will lead to high costs, lower profits or even losses of enterprises. 

2.3.3 Proportion of various costs and expenses 
Generally, the company will divide all kinds of expenses/costs into four categories according to their uses: man-

agement expenses, sales expenses, research and development expenses and production costs. If the enterprise is a 
technology-based company and the main cost is labor cost, it is necessary to analyze the proportion of various ex-
penses/costs. For example, the R&D cost is too low, the future development potential may be insufficient, the pro-
duction cost/management cost is too high, the competitiveness of enterprises is insufficient, and the sales expenses 
are too high. Do you need to see if the effective utilization rate of sales is reasonable? If the company is too 
sales-oriented, its development potential is also debatable. 

As a human resource analysis, we should know clearly the proportion of production cost of each product, other-
wise, there may be misjudgment in business decision-making, and the input-output cost-performance ratio of prod-
ucts cannot be accurately positioned. 

3. Third, read the data to improve human resource management 
According to these three reports, we can basically know about the company's human resources situation, which is 

an important guide for the focus of human resources work. The company's decision-making will also have a great 
impact, and it can find problems and control them in time. Therefore, the three reports of human resources are also 
very important for enterprise human resources management. Although the terms in them are not new, how to read 
these data and relate them to the operation of the enterprise, This is what I always hope that the operators of enter-
prises can pay attention to the "people" who produce labor productivity while paying attention to the financial indi-
cators, so as to pay attention to the human resource management, and really regard it as a science, instead of treat-
ing BP as "the aunt of the neighborhood committee", COE as training and salary, and SSC as social security, as 
some enterprises do. What a pity! At the same time, I hope it will be helpful to our human resources workers, so 
that the development of human resources in enterprises will gradually move towards process, data and science. 
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